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EXECUTIVE SUMMARY

Spcces~ion PI~~ning: A process designed to ensure the continued effective p~rformance of an organization
by making proVision for the development and replacement of key peop~e over t1me.

ccording to data from the State Personnel Board 30 to 45% of the w rkforce in some state agencies is over
5 years old. A high number of these individuals are from upp r management. Faced with an aging

rkforce, State agencies will be hard pressed in the near future to fill their manager vacancies with qualified
a plicants. Several departments have begun to recognize the probl m and initiate plans and activities to
a dress their future needs. This project looks at succession plan .g and proposes various strategies to
a dress the potential significant void in the workforce.

e project team started by examining the State workforce demographi s, and interviewing experts in public
p licy and Human Resources to identify the root causes of the proble .We found that retirement
.entives, an aging workforce, and salaries offered by private industry contributed to the problem. We

en looked to local, federal, and state agencies for benchmarking oppo .ties; researching efforts and
s ategies that they had started to address the problem. We found succ ss stories at the California

epartment of Social Services, City of Roseville, within the federal gov rnment, and at the Employment
D velopment Department.

After reviewing several models on succession planning, the one created1bY the State of New York titled Our
1r1'0rkforce Matters, A Guide to Workforce and Succession Planningfor New Yor; State Agencies is the one sdected by
th~ team as "best of breed".

0 y after working through the initial key steps as outlined in the New ork model can an organization move
to devdoping solutions. The key steps include: .

a) defining a manageable scope;
b) understanding your agency's direction and inlpact on ext actors;
c) examining the work performed;
d) identifying the future demand for your services;
e) determining the supply of candidates;
f) identifying the gaps where demand for staff may exceed pr jected supply; and

g) recommending priorities.

Tlte recommended strategies as identified by the team fall within four ar~as; recruitment, organizational
in~ervention, retention, and staff development. I

~s project outlines in more detail the key steps of the New York MO~ and offers recommendations

be .~v~d to be the most important by the team. We are confident that is project provides a framework

ou rung key steps and potential strategies that Will serve as a helpful to I to begin succession planning in
yo r organization.
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plilEFACE

~s report addresses succession planning and is the product of a class project undertaken by Team VI of the
Cilifornia Leadership Institute (CLI), Class VI, Module 3. The CLI if a comprehensive leadership training
program designed for state managers and executives. The team members and project sponsor are:

Ttam Member
Jose Luis Angel

I

Karen Dickerson
Kathleen Dickinson
Rcrn Dotta
Kathy Ruiz
Id~ Russell

Agenc~
Water Resources Contljol Board
Department of Insurance
Department of Correcnons
Franchise Tax Board I

Employment Devdoprl1ent Department
Department of Genera) Services

Agen~
Commission on Peace Officer Standards and Training

~xecutive 

Director
T ~am Sponsor
Dick Reed, Assistant

Tqis report provides the project sponsor recommendations on succ~ssion planning. Although the steps
in,tolved in succession planning are many, this report focuses on the key steps and presents them as modular
str~tegies that could be adapted or modified not just by the project spohsor, but also by other state agencies.
I~ ,that spirit, this report complements the report entitled Handbook for Prersonne/ Recruitment and Retention of State
E~/oyees (Garcia et al. 2001), which was prepared by CLI Team IV in D,ecember 2001 and details recruitment

an~ retention strategies, which are key factors to any successful successi~n plan.

D~g the course of this project, the state has had to address a $23.6 ~illion budget shortfall. Most general
ful}d organizations have been faced with upwards of a 20 percent CUf in their budget appropriations and
sighificant loss of vacancies. There are difficult challenges ahead for state government. When times are
totigh, the need to plan becomes even more critical. I

PRPJECT OVERVIEW

An! aging workforce, retirement incentives and competition with oilier entities are causing a significant
nu~ber of state employees to leave state service. According to data fr~m the State Personnel Board (SPB),
3°.fo 45% of the workforce in some state agencies is over 55 years old ~SPB 2002). A high number of these
in~viduals are from upper management. There are varied strategies to deal with the potentially significant
voi~ in upper management. Succession planning is the most effective fay. Succession planning is a subset
of iworkforce planning. Whereas workforce planning essentially is having the right staff across the
or~nization at the right time, succession planning focuses on the recrilitment, retention, development, and

rep~acement of organizational leaders over time. I.

IMary federal agencies, other states, and local entities are well on their wilY in addressing successio~ planning.
In ~ddition, not surprisingly, there are a number of consulting firms ready to help develop custonuzed plans.
~e several California state agencies have also been proactive in the atea of workforce planning, and some
lik9 SPB are working on the problem from a statewide perspective, the rtate as a whole unfortunately is not

prepared to deal with the projected turnover! at the top.
I

I As part of the project, the personnel departments of over 20 of the largest state ~gencies were contacted over the telephone
remding succession planning. The majority of departments reported that they did not hjlve a succession plan.



The State of New York has a comprehensive workforce and
succ ssion planning model entitled Our Workforce Matters: a gyide
to w rk force and succession lannin for New York state a encies
(Ne York 2001), which could be adapted in part or in whole to any
orga .ation. This report provides an overview of the New York
mod I and offers it as good starting point in succession planning.
Also this report highlights those areas of the modd that are essential
in p tting together a succession plan. It also presents four case
stu .s that demonstrate how certain public organizations of various
sizes (e.g., cities. state and federal agencies) have begun the difficult
task f succession planning. Succession planning is not an easy task
in g od or in difficult times. But without it, the overall success of an
orga 'zation is always in question.

-h-Introduction



THE CASE FOR SUCCESSION PLANNING

T~E STATE AND ITS WORKFORCE

C~fomia's economy now ranks 5th worldwide. According to data from ilie Department of Finance (DOF),
n?t only does California have ilie largest economy in ilie United Sta~es, wiili nearly 34,000,000 people, ilie
s~te also has ilie largest population of any state in ilie Union (DOF 2002). It also boasts a healiliy
P?pulation growth rate of about 2 percent per year. The state civil service workforce is critical in sustaining
and enhancing ilie state's economy. It is also crucial in providing a vadety of essential public services ranging
frpm publi~ healili and sa~ety to protecting and enhancing the state r1so~c~s and infras~cture. However,
d~mographic and economtc changes throughout ilie State have become signIficant factors 10 state employee
~over-particularly managers and supervisors. This turnover, in rom' poses a significant challenge to ilie
letd of services provided by ilie state. The following paragraphs discuss iliese changes and factors.

StA1E DEMOGRAPHICS

~e "baby boomer" generation has
oqe of the more measurable

dtjlnographical impacts. According
to! data from the State Personnel

B<I>ard (SPB), approximately 11,000
pqople turn 50 or older every day
in the United States. In this
cd?text, data from the US Census
B~eau indicate that the 50-65 age
grpup is growing more rapidly than
the 20-40 age group. If the current
trqnd holds for the next 10 years,
and there are indications that it is
h~lding2, this can have a significant
impact not just on the. public
se~tor but also on the private
sedtor. Specifically, the trend
indicates that there will be fewer
ca*didates in the pipeline to fulfill
th~ future demand for.worke:s. At
th~ state level, the p1cture 1S not I
sigpificantly different. About 30 percent of the state population is 45 yefs or older. The national aging trend
is ~ore self-evident in the make up of the state civil service workforce.

2 Afcording to the Legislative Analyst's Office ~AL FACTS report for December 2000. the K-12 school-age population is projected

to 1!fow at a rate slower than the general population over the next several years.



STAtE WORKFORCE

Cur ently, there are approximately 197,000 full time equivalent
s) state employees4. Table 1, right, provides a breakdown

of .s workforce. Retirement incentives, aging, and competition
with other entities are causing a significant number of state
emp oyees to leave state service.

Dat1indicate that the hiring rate for the 1995-2000 period barely exceed1d the turnover rate. In fact, in the
last ear of the subject period, the hiring rate was smaller than the turnoter rate. Figure 2, below, illustrates
this SPB 2002a). !

Furthf. an analysis of SPB data indicates that:

...

About 50 percent of all state employees are 45 years or older, i.
I

Up to 45 percent of all of the employees in several agencies are ovtr 55 years o,ld;
About 50 percent of all supervisors and managers in state service are over 50 years old. ;
In 26 agencies, at least 60 percent of all managers are over 50; and!
In 15 agencies, at least 50 percent of all supervisors are over 50 (S~B 2002).

3SourcF: Legislative Analyst's Office, 2002

4 Data ~o not include community college or state university employees. See Table A-J in Anpendix B for a more detailed listing.
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~re 3, below, shows these trends.

E«:ONOMI C CONSIDERATIONS

A other factor affecting the turnover of employees is the salary discre ancies not just between the State and
th private sector, but also between the State and other public agenci s (e.g., city and county agencies). A
re ort prepared by the Department of Personnel Administration P A) shows that, with one noted
ex eption5, the largest counties and cities in the State pay consistently higher salaries for selected entry- and
jo mey-levd classifications than what the State pays for the same r similar classifications (DPA 2001).

ere data from the private sector was availabe, the DP A report also shows that the private sector salaries
ar also consistently higher than the State salaries. In many cases, th salaries are significantly higher at all
Ie ds-this is particular true for the information technology, analytic services, civil engineering, geology,
an law fields.

S. ce 2001, the United States has been officially in an economic rece sion, which drastically affected State
r enue, which in turn resulted in a budget deficit of about $24 billio for the State Fiscal Year 2002-2003.
Su sequently. Governor Davis issued an Executive Order. which pI ced a hiring and promotional freeze
es entially on all state agencies. Faced with the prospects of an e en worse deficit for FY 2003-2004
(p ojected at about $20-30 billion). the Governor issued another Exectuive Order in October 2002
au orizing an "Early Retirement Program" for state employees the so-called "Golden Handshake"
pr gram for long serving state employees-and requested a 15-20 per ent cost savings by all state agencies
fo 2002-2003. The cost savings was to be achieved mainly by leaving p sitions vacant.

5 1jhe one exception to the salary discrepancy was the Office T echnican class, for Whict the State evidently pays more than the other
abqve-mentioned entities.
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OT$R LEGAL AND AD MINISTRA 11VE FACTORS

The egislature has changed Government Code Section 12439 requiring the State Controller to abolish any
posi on that stays vacant for anyon-going 6-month period. This section used to allow for the clock to start
over n July 1 each year. Now the language has been amended to ignore the change in fiscal year. With the
hirin freeze and the difficulty in getting hiring freeze exemptions approv d by the Governor, it is becoming
more and more difficult to retain vacant position authority in hope that e entually you will be able to fill the
vac cy as the work continues to pile up. Further, the legislature has so announced a staff reduction of
7,000 positions statewide.

Thei ttle Hoover Commissioner in 1999 stated that the California state
f vemment system is complex and

dys~ ~tional making it difficult to recruit, sele~t, train and manage the w rkfor~e needed to transform good

poli Into good programs. SPB and DP A alike have stated that the s stem 1S outdated and needs to be
rev ped for the workforce oftomor:row.

THE 

~OTTOM LINE

Base on the foregoing, not only state agencies currently have to co pete among themsdves for top
candi ates and leaders, but they also have to compete against other pu lic and private entities who offer
highe salaries. As the population of California continues to grow, there will be a greater demand for state
servic s. For the next 10 years, administrators are facing a monumental ta k in replacing key supervisors and
man ers-people who have crucial experience, and understand 0 ational culture and state policy.
\X7hile the increase in workload and unresolved salary discrepancies are not necessarily detem1ining factors for
ret g leaders, the factors certainly deter some potential candidates om even applying for state jobs.
Cons quently, if there ever was a time when all state agencies needed a ell-defined plan in place to ensure
they r main employers of choice for leaders and to recruit and develop lea ership, the time is now.

The 
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SUCCESSION PLANNING 10~

It the course of researching succession planning, Team memb~ reviewed tactics, plans and efforts

d veloped by certain federal agencies, other states, State of Califo a agencies, and local governments to

a dress ~he issue. This chapter presents the key elements of succe sion planning and cites examples of
0 tstanding and worthy models. cJ

stRATEGIC PLANNING AS FOUNDATION

e data reviewed for. this p~oject indicates that, although. a particular
i city may use ~fferent labds, ~ombine 0 expand the steps ill thett processes-and by extension vary the egree of detail and emphasis-each

e city's approach contains certain common elements. Although one of the plans reviewed focused

e clusively on succession planning. all of them either implicitly or expli .tly did address the issue of preparing

Ie ders as part of their overall workforce planning. Further. all of the lans were embraced and supported at

e highest organizacionallevds and considered an integral part of the agency's Strategic Plan.

S ategic plans focus on
owing an agency's direction

a d mission so that the
ncy {1) can assess its

w rkforce needs, (2) prioritize
it behaviors, and (3) focus its
r ources to fulfill its
m ndates and mission. With

information, the agency
c effectively start its
su cession planning efforts.

at is to say, an agency can
st rt to assess and forecast its
m agerial and supervisory
ne ds to meet its service
de .ver requirements including
th staffmg levds required and skill sets needed to carry out the or.gahization's mission. Next, the efforts
fo s on determining the availability of staff resources and their skillsl so that projections of the supply of
s ff can be determined. A gap analysis identifies not only staffing fumbers, but also competency levds
ne ded to meet future demands. Lastly, the efforts discuss solution ar~. These are generally categorized in
th areas of recruitment, organizational interventions, retention and trait}ing/staff development.

KIj:Y ELEMENTS OF SUCCESSION PLANNING

e workforce and succession planning guide entitled Our Workforce M~ters: A Guide to Workforce and Succession
P nningJorNew York State Agencies, (New York 2001), hereafter referre to as "Guide," was by far the most
co prehensive, informative and practical approach the Team reviewed The Guide emphasized the need to
fo s on defIning the problem area requiring attention -reviewing it. terms of context, the work, demand
(c mpetition), and supply. With data in hand, the approach advises tht agency to conduct a gap analysis to
de ermine the extent of the problem, and to prioritize areas of focus. ne approach then focuses on potential
so ution areas. Figure 4, below, show the steps. !



As part of defining the process steps to use, the guide emphasizes that the succession planning effort must be
customized for the organization. Each step contains a checklist of questions for consideration, and the
approach can be adapted as necessary. Included in the guide are sample scenarios depicting solutions that use
this sttuctured approach. The following sections discuss the steps in more detail.

SCOPE

The process should be manageable in scope. It can involve a specific classification (e.g., IT managers,
Admirtistrative Services Supervisors, Division Chiefs, etc.), a geographic location, or key executive positions
to ad~ress an initiative related to a strategic plan. It may also involve an effort to address staffing needs for a
particJlar organizational unit. Consideration of the time available to address the situation is critical here.

CO N1(ExT

This step ensures that the succession planning effort includes an understanding of the agency's direction and
the impact of ex.tema.l fac~ors on it. I? some cas~s,. the Context step should be performed before the Sc~pe
step. The questions 1n this step are almed at aSS1Stlng the planner to devdop the context of the successlon
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p1anning effort within the agency's service delivery needs. These questjons center on understanding the effect
t~at technology, cultural, economic, and legislative changes may have on the organization. For example, a law
~!aY be passed that requires launching a new technology initiative «j.g., e-commerce). This, in turn, may
r quire the agency responsible for executing the law to staff a new unit, including appointing a new supervisor
t h~ad the unit. Suggested approaches .for comple~g the Context step include r~vie~g strategic pl~s,
6 rmmg work groups to address the questions, surveytng stakeholders ~d benchmarking With other agenCies.

WORK

~ s step focuses on functions performed within the scope of the effort. Here, the planner must begin with a

cl ar understanding of the existing functions of the organization, deter$ine future functions, and consider the

C ntext information. The questions in this step prompt the pll1nner to evaluate the possibility of
0 tsourcing, discontinuing, enhancing, reengineering or expanding the services provided by the function
u der consideration. Considering that succession planning for managers is the focus of this effort, a
di~cussion of "work" should consider the organizational unit(s) that need or will need manager(s).
DFpartments may consider merging and consolidating teams as an option for address~g limited manager
r! ources. Increasing the span of control for current managers (and by extension upgrading management
cl ssifications) or expanding the use of non-sup~rvisory lea?s may.be an option to consider as well. This step
e sures that departments explore other alternatives to solVIng theIr management staffing needs that may not
in lude hiring a replacement manager.

DfMAND

11e planning effort in this case focuses on identifying the competencies-knowledge, skills, and abilities
($As)-required to successfully perform the function, as well as gauging the staffing levels needed to deliver
setvices. This is the time to confirm that the identified KSAs map ~ppropriately to the classification title
sPFcifications. Questions in this step lead the planner to consider that the functions may not change, but how
th~ work is perfonned may (e.g., consider the impact that improve~ents in technology, like automated
sy$tems and geographical information systems, may have on how wotk is performed). This consideration
ne~ds to be factored in how the agency determines the KSAs and staffing levels required. The planner can
de~elop a model or consider models developed by others. Surveys are tjecommended for collecting data. For
m~ y organizations, the expectation of the role of the manager has changed from managing workload,
sc ~dule and resources, to p~ovidin~. a vision and. strategies ~or the}r' ?rganizations.. For many years, the
ac evement of strong techrucal ability was a major factor m achievmg a promotion to a management
cl~ssification. Consideration for strong leadership, communication and planning abilities were not always
fa4tors in the manager selection process. From a manager's perspective, the organization needs to identify
a1 prioritize the skills and abilities it wants to see and promote in its managers and evaluate the availability of
th se skills and abilities in its candidate pool. In addition, this step is devoted to evaluating manager
cl sification levels for appropriateness and to determine the adequacy of management positions in the
co~text of services to be delivered.

Su~cession Planning 101 -13-



SUPPLY

In this step, the planner detennines the supply
of candidates by profiling a segment of the
workforce within the context of the scope of
the effort and reducing that number by the
expected attrition. The guide cautions that
using past attrition rates as an indicator for the
future may not always be accurate but is one
variable to consider.

GAPS

As the label implies, this step compares the expected staffmg needs with the projected supply to identify the
gaps. Gaps may occur in three areas because there may be:

a. Excess staff performing a declining function (a candidate for outsourcing), or
b. An inadequate supply of qualified people for positions/classifications that may not change, or
c. An inadequate supply of individuals with the requisite skills sets (which may signal the need for further

classification actions).
Although this step focuses on evaluating that the function continued to be required and assessing the
adequacy of candidates with the requisite skills in the organizational unit, in the context of succession
planning for ,managers, it is important to validate that the function and span of control are still viable and
necessary. This step would identify managerial skills and abilities that the organization wishes to promote but

that are not evident or in supply.

PRIOlUTY

This step directs the planner to prioritize staffing gaps in terms of the greatest impact on the success of the
organization. The guide recommends that the highest priority be given to those gap areas that can be handled
in the most routine way (e.g. giving an exam, executive assignments, etc.). Remaining gaps should be
prioritized so that the areas of greatest impact and of benefit, if addressed, are considered.

SOLunONS

In this step, the planner develops solutions for the priority items. The guide cautions that as the priority list is
worked and solution costs and resources for each item are considered, the organization may reorder its
priorities. The solution categories varied depending on the aforementioned analysis, but the main ones fall
into four broad categories, which are discussed in the following sections.

-14-Succession Planning 101



FUNDAMENTAL STRATEGIES

The solutions or strategies to address gaps
and long-teml planning range from the
simple and inexpensive web recruiting
programs to the more comprehensive (and
costly) staff development strategies.
However, the main ones fall into four
categories, which are discussed in the
following sections.

RETENTION STRATEGIES

Retention strategies encourage employees to stay in the
organization. This is critical not just at the rank-and-ftle
level, but also at the managerial and supervisory levels.
Recent surveys reveal that fair pay and benefits do not
rank in the top ten reasons for employees who seek other

employment (Strllctures Magazine June 2001). Working
conditions, recognition and career development is viewed
as essential to retaining the current workforce. In
developing the range of varied retention strategies for an
organization, the following are pertinent questions:

How can quality of work life be improved to make the organization a more desirable place to work?

Is the environment clean, orderly, and professional? If not, can resources be obtained to address
problem areas?

What orientation is provided to new employees? Are "hosts" or "buddies" available to help new
hires get acclimated?

How can relationships among colleagues, supervisors, and managers become more collaborative,
positive and enriching?

Is there diversity at the top? If not, how can diversity be incorporated into recruitment and

development strategies?

What scheduling or work options (e.g., such as flex-time, compressed workweek, telecommuting,
etc.) can be implemented to help managers and supervisors better balance work and home life?

How can assignments be made more challenging and varied?

How can promotional opportunities be enhanced in conjunction with other strategies?

Are employees provided opportunities to learn and grow?

Can more resources be devoted to career development?

What rotational opportunities are available?

Does the agency have an executive mentoring program?



How are managers and supervisors recognized and rewarded for their performance? Are they aware
of the programs or process available for recognizing good work?

Are sufficient supports in place for managers and supervisors to motivate and support their

employees?

Does the agency conduct exit interviews and administer surveys to find out what managers and
supervisors need and want?

There is a vast range of options available to enhance retention of employees. The most effective programs
being offered and utilized are alternate work schedules, flexible schedules, tdecommuting, mentoring
programs, rotational assignments, recognition programs, exit interviews, and employee surveys. Each of
these options can be used individually or in multiple combinations. A brief description of each of these major
retenpon strategies follows.

AL~RNATE WORK SCHEDULES

The traditional work schedule is Monday through Friday 8:00 am to 5:00 pm. The most common alternate
work schedule entails the employee working a ten-hour day four days a week (4-10-40). Generally, employees
will take Monday or Friday as their off day. Other options include alternate shifts such as swing and midnight
shifts. the cc9-8-80" schedule (nine hour workdays with every other Friday off, and 12-hour work days
rotating every three weeks. There are many combinations used to derive alternate work schedules, however
the key to a successful compressed workweek is to identify the needs of the organization (production,
customer-based, etc.) while considering the following:

Obtaining employee buy-in
Making it voluntary
Giving employees a choice of work schedules

It is recommended managers consider implementing an alternate work schedule program. In the private
sector, the Solie!)' for Human Resources Management 2000 Benefits Suroey found 27% of employers currently
offering this program (HRMagazine JulY 2000). The program is being used as an effective recruitment tool.

FIExtBLE WORK ll!vIE

While similar to an alternate work schedule, flexible work time or flextime is a temporary schedule change
within a workweek. Under flextime employees are given the opportunity to shorten one workday and extend
another within the workweek. This flexibility allows employees to attend to personal business (e.g., medical
and dental appointments, school functions, etc.) without the need to use earned leave credits. This program
requires employees to obtain pre-approval before adjusting their work schedule. A recent survey of 1,020
U.S. employers found that 57% of the employers offer this program (Business Wire May 2000). The absence
of such a program could hinder retention efforts.

TELEq:OMMUllNG

With the advent of computers and the Internet into today's business world, employers are considering
telecommuting as a strategy for retention. Quite simply, employees are allowed to split their workweek
between the office and home. Workweek schedules vary depending upon the individual job duties and
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responsibilities. On the workdays spent at home, employees access computers and tdephones to maintain
communication with the office. While tdecommuting is a growing option, it has its limitations to many public
agencies, which must rdy on face-to-face people contact to conduct business.

~NTORINGPROGRAM

Mentoring programs resemble formal on-the-job training. Skilled, experienced managers and supervisors are
paired up with newly appointed or promoted co-workers and subordinates to train, guide and share with
them their organizational experience. The mentoring relationships enable an accelerated learning curve for
the "mentoree". A structured mentoring program ensures all newly appointed managers spend a specified
timeframe (e.g., one month) working alongside their mentor, after which the mentors spend one month at the
"ritentoree's" work site. During the following year the mentor checks in and makes himself/herself available
f~ additional training and guidance. Alternatives to mentoring programs pair up senior staff with junior staff
to coach and advise the junior on career development. This type of program aids retention of both involved
eritployees. It gives recognition to the mentor and unending career benefits for the "mentoree." Mentors
also educate and train staff in their highly specialized function/skill. In many organizations, public sector
included, many career managers retire with specialized subject matter skills and knowledge. These managers
can effectively use the mentoring program to pass along their unique skills to subordinates. The organization
and its employees benefit from the continuity and continuum of their specialty programs/ functions.

ROTATIONAL ASSIGNMENTS

Within the context of succession planning. rotational assignment programs establish a process where
employees fill an identified group of managerial/supervisory positions on a rotational basis. These
managers/supervisors are assigned to each position for a period of time over the next several years. Each
new assignment provides a range of professional training to the individuals, thus preparing them for future
advancement and strengthens the entire management team. Each manager will gain an increased knowledge
and awareness of the organizational components. They will devdop a keen sense of the organizational goals
and the roles and responsibilities of each division/unit. This type of training better prepares the organization
for changing times, such as reorganizations, downsizing and layoffs. With the current economy and its
uncertain impact on the future financial stability, it will be increasing critical to have a well-rounded
experienced management team. This program prepares these managers to assume ever-increasing
responsibilities in the future and provides them with career development opportunities.

RBCOGNmON PROGRAMS

Recognizing a job well done is one of the easiest and least costly ways to motivate and retain employees.
Highly effective recognition programs can be both formal and informal. Programs such as Employee of the
Month and Outstanding Supervisor of the Year come with praise, newsletter announcement, reserved parking
space, and occasionally monetary awards. Simple informal praise for a job "well done" can contribute to a
happier, more productive employee. At times, organizations will establish monetary reward programs for the
achievement of specific work goals over a period of time (Managerial Performance Appraisal System). While
these programs are very effective, they are generally designed for upper level managers and the establishment
of overall divisional goals, which results in recognition of a small percentage of the organization's staff.
Ongoing positive feedback costs nothing and motivates the employees. An important key to recognition
programs is to make it public to all the employees. This can be achieved, for example, by ensuring all
employees know what programs are available and how rewards can be achieved; and by utilizing executive
staff meetings for presentation of awards and certificates, and by using the company newsletter for
announcing commendations.

.7.
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EXIT INTERVIEWS AND EMPLOYEES SURVEYS

In establishing or redesigning an employee recognition program, it is important to consult the employees.
Creating a written survey for completion by the staff on a voluntary and anonymous basis has been an
excellent tool used in many businesses. The employer can devdop a questionnaire tailored to its
organization's needs. Most employees are eager to share insights into what motivates them and what are the
elements of the job they like and do not like. They will share their professional goals and aspirations and their
home/life limitations. A periodic resurveyed workforce can keep management up-to-date 'regarding the
challenges of retaining staff. Conducting exit interviews with employees who have chosen to leave the
organization can be extremely helpful. Not only do they help in retaining the balance of the workforce, but
also providing new thoughts and ideas on how to re-recruit your own employees back into the organization.
At times, employees are more comfortable sharing their concerns on their last day of employment, These
employees can alert employers are the most current issues of retention requiring your managerial attention.
Connecticut's Department of Administrative Services survey entided A Survey of Employer Practices Aimed at
Balancing Work and Life and Becoming or Staying an Employer of Choice (Connecticut 2001) is a good example of
how surveys can provide the employer with key information on retention strategies.

There are dozens of tools and techniques employers can use as strategies to retain their precious commodity,
employees. The most widely used methods have been described in this section. Each one of them
individually or in combination can improve any organization's retention program. Thus enabling the
succession of these highly trained, motivated, dedicated, and supportive individuals up into the supervisory
and managerial ranks.
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ORGANIZATIONAL INTERVENTION STRATEGIES

in succession planning, every organization must also
examine its own structure and match the skills of its
supervisors and managers to each function within the
structure. If this interdependent relationship is not
functioning at its maximum level of efficiency, then
detemUning strategies for intervention is crucial.
Organizational intervention strategies are steps an
organization may take to ensure managers are properly
deployed to achieve program objectives and move the organization in the desired direction. Examples
include staff redeployment, reorganization (a.k.a. restructuring), classification actions, and knowledge transfer.

STAFF REDEPLOYMENT

After evaluating the skill sets of existing supervisors and managers, an agency often finds individual job
mismatch, or hopefully in most cases it finds well-rounded managers who can serve the organization in a
number of areas. One strategy that can be used by the agency is to redeploy or temporarily rotate managers
to fill some of the gaps due to the loss of experienced staff. This often reenergizes managers, which in tum
generates very positive results.

REORGANIZA nON

Reorganizations or organizational restructuring are periodically necessary to keep an organization healthy and
moving forward. The goal should be to make better use of existing resources and match skills to functions.
However, reorganizations are always stressful on the organization, resulting in turmoil amongst the staff and
often in a short-term reduction in work productivity. A recently retired high-level manager with 30 years of
state service commented in his farewell speech, "there are many things that I will miss, but reorganizations are
not one of them." This reflects the sentiment fdt by most staff involved in reorganizations.

CLASSIFICAllON ACllONS

Before an agency reorganizes, it needs to address the potential need for position classification actions and
issues of knowledge transfer (see following paragraph). Often, the reorganization , creates a job that does not fit
an existing state title/classification or that the method or tools used to do the job as previously described for
that position are no longer applicable. In determining if a classification action is needed, one needs to
exatnine the duties of each position within the new organization to ensure job titles and job descriptions are
still appropriate. With over 5000 different classifications, many of which are old and outdated, the potential
for obsolete Classifications is a real problem in California's civil service system. Therefore, it is critical that an
agency's succession planning efforts not be limited or bound by old class specifications. The planning should
factor additional time to allow for working with the entity charged with the classification system so that
classifications are updated or obsolete classifications deleted; thereby, resulting in classification specifications
that reflect the work done by the current and foreseeable workforce. In dealing with non-represented
supervisor and manager classifications, it can be easier to work with DP A if the change does not impact a
statewide-represented classification.
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KNOWLEDGE TRANSFER

To minimize the loss of institutional
knowledge, organizations must document
on an on-going basis the policies,
processes, methods, tools and techniques
used by existing staff. This
documentation serves as the foundation
for communication through out the
organization. If time allows, it is ideal for
the new supervisor to shadow the incumbent before the incumbent leaves so that the learning can be done
[lIst hand. The rotational assignments and mentoring programs that are used as Retention Strategies and
hiring of retired annuitants can also be used to minimize the loss of institutional knowledge. Other strategies
that help to minimize the loss of institutional knowledge are discussed in the Staff Development Strategies
section of this report (p. 23).
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RECRUITMENT STRATEGIES

The recruitment and hiring of quality staff is a key component
of effective succession planning. Creating and maintaining a
"deep bench" helps create continuity in difficult times and
allows for easier transition when employees leave due to
retirement, promotion, or other reasons. Making an upfront
investment in having a diverse and highly qualified talent pool
to turn to when the need to hire or promote arises can payoff
big dividends. Whatever strategy is imple~ented, the strategy
must be based on merit. .-

In a tight labor market or where there are other constraints that make it difficult to find a diverse pool of
qualified candidates, failure to have a well thought out recruitment plan can be disastrous. Failure to properly
recruit can result in an insufficient volume of qualified candidates, a .longer hiring period and thus
organizational down time, a candidate pool lacking diversity and/or the hiring of candidates qualified but not
right for the organization. In addition, misplaced recruiting can create other unnecessary problems, like
getting several hundred applicants to fill just one or two positions.

Knowing the potential candidate pool is also very important. Potential employees can come from many
sources, but in general they are students; people unemployed or about to be unemployed and actively seeking
work; or employed but looking for a career change. Students, depending on the work classification being
filled, would be from high schools, 2 year and 4 year colleges, trade schools and graduate schools. The
unemployed would include persons new to the work force, such as legal non-citizens or people returning to
the workforce, such as retirees and former homemakers. The "about to be unemployed" would be
employees of downsizing companies or industries. Many human resources departments assist employees in
directing them to organizations that are looking to hire. Giving open examinations at the supervisory and
managerial levels may be essential to bring in new talent.

ADYERTISIN G

Recruitment advertising can take many forms. An organization can create professional looking marketing
brochures, videos, and web sites. Web sites also provide an opportunity to list job benefits, including
advancement opportunities, work and family accommodations, salaries, and opportunities for advancement.
An agency can also advertise by "word of mouth" and during special events, like speaking engagements.
Making the effort to have a skilled person available to speak about the organization and answer questions
creates a positive impression of the organization for potential employees. Posting ads in the newspaper and
on the Internet and working with human resources departments in downsizing companies are proactive steps
in finding potential employees.

JOB 

FAIRS

Attending job fairs and other similar public
events is also an effective way to recruit.
These events provide the recruiting agency
with a substantial pool of candidates basically
instantly, for most typical state classifications,
and with a minimal investment from the part
of the agency. Job fairs can be sponsored by
an outside entity or consortium of entities
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(e.g., local government, a particular college, etc.). They can also be sponsored by the recruiting agency itself
and held at a particular college to target a particular classification(s). Further, job fairs offer an excellent
opportunity for on-the-spot exams and reducing the time involved in the selection process.

SPECIAL EXAMS

Special exams cut down the time involved in the selection process. These special exams include: (1) on-spot
exams at job fairs, a particular geographical location, or at a special recruiting events (e.g., at a college
campus); and (2) and Internet exams (a.k.a. "on-line exams"). On-line exams, particular the exams that allow
a candidate to submit the exam also on-line, strearnline the recruiting process and reduce the amount of
personnel involved in ranking candidates. This in turn reduces the cost in administering the exam. On-line
exams also allow an agency to do continuous recruiting, which could result in having an updated pool of
candidates. In state service, exams can be open or promotional. Promotional exams are reserved for
candidates already in state service. Open exams are available for all potential candidates, who meet the
classification specifications.

;PEClAL PROGRAMS

Investing in the future is key to any organization.
Student, internship, and seasonal programs are extremely
effective in creating a deep bench. Bringing in potential
full time employees in a temporary capacity, such as a
student assistant, intern, or seasonal employee can also be
an effective recruitment tool. An agency can also tap
direcdy into a particular pool of candidates by ~

establishing a special program/partnership between it and four-year educational institutions or professional
organizations, which is an effective way to fill "hard to fill" classifications. It can also establish a
comprehensive mentoring program at various levels (e.g., K-12, high school, and college). The mentoring
should not be, however, confined to typical intermittent interactions that are lunched with lots of fanfare and
publicity, only to be abandoned 1 or 2 years later. The interaction must be sustainable, nurtured, and based
on value (i.e., for the benefit of the students and their communities, which in turn benefits the state),
regardless of whether these potential candidates end up in state service and, to the degree possible, not
contingent on market forces.

For example, Caltrans sponsors and co-sponsors many
engineering events at four-year colleges. In Fresno, Caltrans, ili

the Society of Hispanic Professional Engineers, and the
School of Engineering at California State University Fresno
have sponsored the "Engineering Institute6." This program
consists of all-expenses paid, two-week, residential internship -
for high school students. The objective of the program is not just to expose the students to college life with a
full engineering curricula (e.g., applied mathematics, surveying engineering, environmental engineering, etc.)
for the two weeks, which in itself is a good investment for society as a whole, but also to expose them to
'hands on" engineering. Caltrans staff volunteer their time to coordinate the event, serve as chaperons,
shadow and mentor the students, and assist the University faculty with the classes. Not only this is a sound
investment in the future, but also it is good publicity for the state.

6 Also, Caltrans is a member of the Industry Advisory Board for the School of Engineering. This also provides Caltrans with ideal

opportunity to provide input on the School's curriculum!
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STAFF DEVELOPMENT STRATEGIES

A considerable amount of effort is required to ensure that
institutional history, knowledge and skills are not lost, and that
an adequate supply of competent employees are available to fill
the vacancies created by the loss of high level executives. In
tllat context, the Demand and SupplY steps in succession planning
(seep. 13 and 14, respectively) are key in determining the level of
desirable skills and knowledge necessary for each anticipated vacancy and assessing the skill level of the
available workforce (i.e., non-retiring workforce plus supply of candidates). Staff development strategies help
bridge the gap between the competencies required and the skills available. These strategies have to
incorporate key stakeholders input, which is ultimately reflected in individual development plans (IDPs). All
educational and training resources, as well as, upward mobility opportunities should be considered necessary
components in the development of a coordinated workforce plan. However, a coordinated workforce plan
does not mean, and should not mean, "one-size-fits-all". The following paragraphs list a variety of staff

development strategies.

TRAINING 

PROGRAMS

The following training strategies are available in State service to enhance staff competencies. The training. in
many cases. can also serve as recruitment (e.g.. when packaged as employment benefit) and retention tool
(e.g.. when offered to prepare employees for increased responsibility).

This training is designed to assure satisfactory perfonnance in a current
assignment. It includes orientation training, training made necessary by
new assignments or new technology, refresher training for the maintenance
of ongoing programs, safety training, on-the-job training, and training
mandated by law or other State authority.

Job-Required 

Training:

Job-Related 

Training: This program is designed to increase efficiency and effectiveness and
improve performance above the level of competency established for a

specific job assignment.

UPWARD MOBILITY PROGRAMS

Additionally, a succession plan should include the following programs and strategies for employees who meet
criteria established by the department or agency, and demonstrate the aptitude or potential for advancement
(i.e., upward mobility). Like the aforementioned discussed training, these programs can also serve as
recruitment and retention tools.

Upward Mobility Training: The objective of this training is to provide career movement opportunity
for employees within classifications designated as upward mobility per
Government Code Sections 19400 and 19401.

Career-Related Strategies: They include counseling and college training opportunities (with or without
including tuition reimbursement). Counseling utilizes individual
professional. administrative, and technical employees who can serve as
career models and have taken a course in career counseling. Each employee
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who wishes to participate in an upward mobility program should be
required to develop a career development plan.

Career counseling can also facilitate the successful transition for employees
and can include services provided on a consultant basis; either hourly, or
per employee cost basis. The services can include:
.Assisting individuals on how to respond to vacancy announcements;
.Idcntifying individual job skills and preferences;
.Conducting evaluations of individual's work/education background to

identify potential occupations for employment consideration;
.Identifying potential employment resources; and
.Identifying available public and private sector resources (placement

assistance and hotlines).

College training programs assist in the devdopment of career potential and
are intended to help provide an opportunity for self-devdopment while also
assisting in the achievement of a department's or the state's mission.
Career-related training may be unrdated to a current job assignment.

Web-Based Training: An online training resource that delivers professional development training
at your desktop -anytime, anywhere. These self-paced courses may be
used as a stand-alone training program, or as a supplement to currently
attended instructor-led classes. These programs offer the following
benefits:
.Reduces training costs;
.24-hr desktop access anywhere in the world via the internet;

.Engaging and effective professional development training;

.Improves the work quality and productivity and minimizes skill gaps;

.Enables employees to conveniently learn at their own pace;
.Easily supports staff in field offices or other remote locations statewide;

and
.Fast tracks and cross trains supervisors and managers.

These assignments are intended for employees who are seeking training
typically at a higher-level position or in an area or field with different skills
and knowledge. They assignments also serve as a retention strategy.

Training &
Development Assignments:

This consists of the development of career ladders and lattices, and
modifications of work requirements where employment barriers exist.

Job Restructuring:

This strategy pairs voluntary mentors and employees; training is provided
for both parties, and a Memorandum of Understanding is provided to
clarify responsibilities in the mentoring relationship and ensure career

development.

Mentoring:

Allows employees to gain career-broadening experience that will enhance
their knowledge) skills and abilities.

Rotational Assignments

.24-

'undamental 

Strategies



Conferences /Workshops: They provide helpful information and resources on an industry-wide level
They also allow employees to see some of the similarities in various
obstacles they experience, and gain useful information in overcoming or
avoiding those obstacles.

There are several workforce training and development options available to State agencies to successfully
bridge th~ gap between positions being vacated by retiring executives and the remaining workforce. Agencies
should develop coordinated workforce plans that identify the training requirements associated with strategic
objectives and needed core competencies. They should assure adequate funding to meet the identified
training needs; and also, assure that training investments are linked to specific strategic outcomes including
retum on investment analyses for workforce development programs and employee performance measures.
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This chapter provides four case studies that demonstrate how certain public organizations of various sizes
(e.g., federal agencies, cities, state agencies) have begun the difficult task of succession planning.

FEDERAL GOVERNMENT SUCCESSION AND WORKFORCE PLANNING STRATEGIES

This section summarizes a review of the
workforce plans from the u.s. Department of
Transportation (US DOT 1999), the U.S.
Office of Personnd Management (US OPM
2002), and the Federal Highway Administration
(FHA 2000). Just like most State agencies,
witl1in the next 5 years, a large number of
federal employees will become eligible for
retirement. The numbers are especially high in critical occupations such as Executive Managers and
Engineers. To maintain the needed capability, the above-mentioned federal agencies are engaging in
comprehensive workforce planning that focuses on anticipating new leadership requirements, investing in and
managing their workforce, and strengthening the identified leadership competencies to provide a cadre of
high potencial candidates for these positions. As these and other federal agencies, are taking direct action to
introduce the necessary changes in workforce planning strategies, they are redesigning the basic federal
systems for recruitment, examining, pay, classification, training, and perfonnance management to provide the
flexibility agencies must have to manage their employees and achieve their mission. The following
paragraphs describe the efforts.

EXECUllVE SPONSORSHIP

In setting a strategic direction, the agencies first obtained leadership commitment. More specifically, they
choose specific individuals or teams, including all components of the organization and human resources, to
carry out specific steps or actions. These individuals typically would be responsible for:

.Creating a development and implementation schedule
.Creating a communication plan
.Identifying those essential factors necessary to carry out the strategic objectives
.Determining whether or not the plans are achieving the desired results

Moreover, these individuals are also responsible for devdoping the workforce planning goals and objectives
to achieve the desired outcome. Identifying these goals and objectives are achieved by:

..Clarifying purpose (mission, vision, mandates, etc.)

.Analyzing the needs of the stakeholders

.Assessing the organization's strengths and weaknesses

.Developing a corporate image

.Formulating strategies to achieve goals
.Deploying the plan throughout the organization
.Evaluating the progress of the plan



In creating a future workforce proflle, federal agencies are
not only forecasting the type of skills, numbers, and location
of employees needed, but they are also are increasing
awareness of initiatives such as strategically planned training,
family-friendly workplace policies, and genuine partnerships
between labor and management. They are also sending a
clear message that if they are to obtain the skills and talents
they need to be successful, they must tap into the rich
diversity of American society, including minorities, 'women,
and the disabled. Diversity is not something federal
agencies seek for the benefit of minority conununities. It is
something they feel they need to have because it brings
strength and vitality to or~ations. In developing ways to address skill Gaps, the federal agencies are
implementing the following strategies.

RETENTION STRATEGIES

The agencies are using bonuses, incentive awards, promotions, intern and rotational programs, mentoring,
work/ family programs, employee empowerment, and improved communication and feedback to retain their
workforce. The ultimate outcome of these retention strategies is consistently honoring the merit system
principles., which the law sets forth as the foundation of an effective, well-managed government. The
benefits from strategy implementation include an improved government-wide perceptions of equity and
merit, increased accountability, high workforce quality, achievement of organizational goals, a supportive and
productive organizational environment, improved public satisfaction with services provided by federal

agenCles.

RECRUITMENT STRATEGIES

To remain strongly competitive and an employer of choice, federal
agencies have learned that they must offer a full range of benefits
and personnel flexibilities that can be adapted by employees with
differing and ever-changing needs. With this in mind, the agencies
are using recruitment and relocation bonuses and creative
compensation packages (particularly for hard to fill classifications
like in the information technology field); expanded outreach efforts
Gob fairs, advertisements, internet postings and employee referrals)
and special hiring authority (on-the-spot hiring); more work/family ---
progt;ams (varying work schedules); and student loan repayment programs. These recruitment strategies have
helped in not only attracting, but also retaining the best workers.

CAREER DEVELOPMENT AND TRAINING PROGRAMS

The agencies have on-going training and retraining of staff, rotational assignments, individual devdopment
planning, on-line learning, tuition r6mbursement, mentoring, career counseling, executive coaching for
managers, and leadership development. These career development and training development strategies have
resulted in training that is better linked to agency strategic goals, is more measurable, and is more outcome
oriented.
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)THER 

STRATEGIES

These include Downsizing Strategies whose objective is reorgaruzlng and outsourcing to maintain an
acceptable level of service.

PROGRAM MONITORING, EVALUATION,AND REVISION

To measure the overall effectiveness of their workforce planning efforts, the aforementioned federal agencies
use performance measures and comprehensive monitoring and evaluation programs. Performance measures
can consist of In-process Indicators and Outcome Indicators. In-process Indicators tell an agency if the plan
is on track, whereas Outcome Indicators contain measures on service results, such as employee satisfaction,
average days pending, and accuracy. Additionally, the agencies are implementing a new measurement
framework that identifies agency-level (corporate) performance measures that track their strategic goals and
rt;present the factors most critical to success. They use these corporate measures as the primary basis for
external performance reporting. Corporate measures framework provides a reasonable number of consistent,
balanced measures that provide accessibility to agency-wide progress toward meeting external goals and
corporate management goals. There is continuous focus on the quality and reliability of the measures used to
assess progress towards goals. To monitor and evaluate the effectiveness of their planning efforts they used
the following:

Monitoring:
.Linkages to Performance Measures

.Return on Investment Analysis

.High Performance Assessment

.Employee Satisfaction Assessment

.HR Strategic Management Assessment

Evaluation:
.Review Planning Strategies -Examples (recruiting, hiring, career development, and retention

techniques)
.Conduct Surveys -In addition to the program-specific measurement data, various surveys are taken

to collect information regarding programs. The performance measurement and survey data are
augmented by targeted program evaluation, both internal and external. They are geared toward
providing objective and quantifiable information on specific program areas and cross-program policy
initiatives.

.Conduct Informal Feedback -With continuous interaction with the Federal Human Resources
Management Council, Federal agencies are provided with informal feedback on their performance, as
well as information regarding current Federal human resources management issues. Additional
informal feedback occurs daily as staff responds to hundreds of inquiries from agency human
resources offices, managers, and employees seeking advice and guidance about specific problems or
interpretations of existing laws and regulations.

Based on these measures and programs, the agencies revise their strategic plans so that the plans are clearer in
explaining what the agencies intend to do, how they intend to do it, and how they measure success.

-29Case Studies: Who Is Doing What?



CALIFORNIA DEPARTMENT OF SOCIAL SERVICES (CDSS)

CDSS has recognized the need to begin preparing its staff and managers to take the lead when experienced
sta,ff retire or leave the Department (CDSS 2002). This came to the forefront as CDSS realized the following
facts:

Over 50 percent of its staff were age 50 or older;
Retirements quadrupled for managers and supervisors between 1998 and 2000; and
When the employer shows an interest in employee's careers, they are less likely to leave.

STAFF DEVELOPMENT STRATEGIES

Relative to the New York Guide addressed throughout this project, CDSS initial focus was on staff
development strategies. CDSS established a Professional Management Development ProgIam, which is
currently staffed with 3 full time professional level program managers. The Program has four key
components:

Devdopment of a Management Competencies Program;
A pre-manager I-session training class;
A mid-level I6-session manager training class; and

Program Assessment

To help market the program and promote on-going communication and learning. a Professional Management
Development Newsletter is published bi-monthly. Also, an online resource tool called "FAST' which stands
for Fact Access to Supervisory Tools was designed to give supervisors and managers material that they need
to carry out their responsibilities.

The initial focus began with the Management Competencies Program. This program grew out of information
obtained from department-wide forums during its strategic planning process. This is a department-wide
program focusing on the growth and development of its management and supervisory team. The program
represented a long-term investment in devdoping new managers and supervisors as well as fine-tuning the
skills of existing staff. This program focuses on growth, not perfection, while providing a set of specific
expectations for success. The basis for this work was a model by Robert L. Katz, which specified that
successful managers and supervisors utilize a set of core competencies grouped into three skill categories:
Technical, Human and Conceptual These three competencies represented interrdated categories of
knowledge, skills and abilities that successful managers and supervisors possess and exercise in performing
their daily job:

Areas within the technical competency include: Communication Skills, Project Management Skills,
Program Management Skills, and Human Resource Management Skills.

Areas 

within the human competency include: Role modeling Skills, and Personal Qualities.

Areas within the conceptual competency include: Conceptual/Visionary Planning Skills, Decision-
Making Skills, and Organizational Awareness.

The goal was to have each manager and supervisory identify through the performance evaluation process
actions to take to incorporate the competencies into their daily work environment. Future evaluations would
include detailed assessments of how the individual is doing rdative to the nine skills outlined within the
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overall 3 competency areas. CDSS implemented this component of the program in October 2000. It is now
analyzing the results of over 300 surveys received from participants. On-going feedback and improvements
are keys to program success. The following paragraphs detail the Program.

One day Pre-Manager
This one session training begins by discussing Succession Planning and its importance due to the aging
population; high number of potential retirements and departures. The class overview includes: Increased
awareness of the "real job" with a panel presentation by current managers. A self-assessment is conducted to
determine personal readiness in addressing areas of confidence, attitude and personal attitUde. A professional
development resource binder is provided which strategies such as taking on lead assignments and role
modeling, and mentoring. The day ends with a post session action plan for self-development on areas to
work on prior to becoming a manager or supervisor. This class is extremely popular. CDSS follows-up with
each participant at 3-, 6-, and 9-month intervals to see how each person is progressing on their individual
action plan. The Professional Management Development unit staff share articles with participants, and
information on how to study for state examination for example.

Mid-level Manager Training 16 sessions
In working with UC Davis, the mid-level manager attends a 16-session, 2 days per month, training program
that extends over 10 months. This program began in January 2002 and was specifically devdoped for mid-
level managers at CDSS to meet the leadership and management development needs. There are three
overarching objectives of this program:

.

.
Assess each participant's management and leadership skills; provide feedback to enhance

competencies.
Develop the capacity of subordinates by modeling and/or teaching concepts and skills learned in the

program.
Improve the performance of their area of responsibiIity using tools, concepts and techniques learned
in the program.

The curriculum includes the following segments:
1. Leadership from the middle
2. Critical thinking
3. Communications and 360 degree feedback
4. Influencing others
5. Getting the job done through teams
6. Developing your staff
7. Building organizational capacity
8. Putting it all together.

PROGRAM ASSESSMENT

CDSS is using surveys to evaluate the effectiveness of its Competency Management Program. As of the date
of this report, there was not sufficient data to determine the effectiveness. However, the Program Manager
reports that, even though CDSS is going through significant budget cuts given the condition of the overall
state budget, the Professional Management Development Program is not being cut because the initial results
suggest that it is a success. With all of this in place, the Manager reported that the next area of focus would
be an external look at recruitment strategies. Ironically, the program manager who provided the team with
this information retired in August 2002.
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SUCCESSION PLANNING IN ROSEVILLE, CALIFORNIA

It was back in 1997 when the leaders of the City of Roseville, California realized that over 70 percent of top
management would likely retire within 5 years. They decided to launch a citywide succession planning
program to meet the potential leadership vacuum. The focus of the Roseville program is also Staff
Development Strategies that look internally and give employees every opportunity to enhance their skills.
The city set up an assessment center to determine employee's strengths and devdopmental opportunities.
The program components are:

A half-day in-basket activity
A group interaction segment
A personal interview
A Myers-Briggs personality type indicator
A follow-up one-on-one feedback session
Creation of a fonnal development plan

To implement the plan the city, in conjunction with a local university, developed specific training courses to
help employees meet the goals of their development plan.
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EMPLOYMENT DEVELOPMENT DEPARTMENT (INFORMATION T~CHNOLOGY BRANCH)

Recognizing the serious problem the State faces with the aging of its workforce and other demographic
changes, the Employment Development Department's ~D) has been proactive in addressing succession
planning. In 2002, its Information Technology Branch (ITB) prepared an issue paper (EDD ITB 2002) and
formed a planning work group to answer the following question:

What actions should m initiate to ensure continued leadership in the IT management ranks to meet our inmasing!y critical

seroice delivery needs, given the expected increase in retirements and the paucitY of interested replacement candidates?

RECRUITMENT, RETENTION, AND STAFF DEVELOPMENT STRATEGIES

The workgroup researched and reviewed what others were doing and held two focus group sessions involving
staff from all ITB to gather staff thoughts on the attractions and disincentives of going into management.
The group decided that a formal succession planning process that included plans for appointed positions was
outside the control of the workgroup and, therefore, out of scope. Instead, the workgroup decided to focus
on how to identify and nurture prospective managers within the Branch and on improving recruitment and
retention of manager. In this context, the workgroup recommended 3 initiatives for the Branch:

INlnAllVE #l-Improve effectiveness of supervisors and managers by providing more organizational
support to pemUt them to focus more on their leadership roles and responsibilities.

.Explore use of staff support positions to assist supervisors and managers.

.Modify expectations (of those classifications/positions) appropriately.

INITIATIVE #2-Make Manager Jobs More Attractive-Get Their Attention
.Provide greater degree of support and recognition of managers
.Increase communication among managers
.Increase the desirability of becoming a manager.

INITIA llVE #3-Build a training program for existing and new managers and use the program as a
recruitment and retention tool (or management training project)

.Train everyone in some management skills

.Focus training for some objectivdy sdected individuals

.Provide ongoing mentoring of new managers
.Supervisor internships (Training and Development Assignments at the Data Processing Manager I

classification ~ training)

For each initiative, the workgroup formulated answers to the following questions:
.What would this look like if fully realized?
.What implementation issues would we face?
.What actions would we take if we want to proceed?
.What should be considered during the process?
.What assumptions are we making?

The ITB Executive Team reviewed the initiatives and agreed to assign staff to pursue the recommendations
outlined in Initiatives 2 and 3. The Executive Team felt that the recommendations outlined in Initiative 1
would be incorporated in planned organizational changes to more closely align the IT organization with IT
products and service delivery.
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CONCLUSIONS AND RECOMMENDATIONS

The demographic data and case studies reviewed by the team indicate there is a clear and pressing need for
succession planning. While it may be too early to determine the overall effectiveness of the programs and
modds reviewed by the team, the individuals within the organizations reviewed speak very favorably about
the progress they have made. For example, the number of pre-managers, supervisors and managers enrolled
in the training courses offered by CDSS is so great that a waiting list exists and classes cannot be offered
frequent enough to meet the demand. Also, feedback received from CDSS staff is very favorable. Also,
feedback received from the participants of the Assessment Center created by the City of Roseville was
positive, both from a personal and business sense. City employees Ylere felt that the City cared about
developing and retaining their services and that the City had a vision for the future. In addition, the 35 initial
City participants were surveyed and the results indicated that:

85 percent thought the Assessment Center process was valuable;
65 percent believed the feedback was specific enough to use in their future development plan; and
30 percent had a formal plan developed.

The inherent goals of succession planning are increased leadership preparation, greater employee satisfaction,
enhanced commitment to the workplace, and better retention. While having a comprehensive plan is no easy
task, the planning can be implemented in phases (e.g., in order of priorities). Also, succession planning does
not have to be complex to be effective. It can be as clear and simple as the City of Roseville planning
strategy. Even when the effort is comprehensive, no single state agency (or organizational unit) needs to
share the burden of getting everything done by itself. As the New York's workforce and succession planning
guide shows, responsibility can be split amongst various state agencies. But California agencies cannot afford
to wait for a top-down, statewide planning guide. Action is required immediatdy. In this context, the team
has the following recommendations.

GENERALRECQMMENDATIONS

If they have not started already, all state agencies should begin their succession planning immediatdy. Of the
strategies reviewed, the team found that they could be broadly classified in 4 categories:

1.
2.
3.
4.

Recruitment
Retention
Staff Development
Organizational Intervention

Succession planning is a cycle. That is
to say, while the immediate needs of
an organization may dictate focused
actions on a particular category, the
organization's plan must address all of
the categories.



For the succession plan to be effective in the long-term, the plan should:

.

.
Have sponsorship at dle highest levels of dle organization and be supported throughout dle

organization;
Be based on and integrated into dle organization's strategic planning;
Be focused in scope (i.e., tailored to fit dle organizational needs and priorities);
Be structurally flexible so dlat particular components of dle aforementioned 4 strategies can be
added or phased out as need and resources require;
Include perfonnance measures and a monitoring and evaluation program so dlat (a) its effectiveness
can be assessed, and (b) strategies can be added, refined, and phased out as necessary; and
Be reviewed and updated periodically as necessary.

.

SPECIFIC RECOMMENDATIONS

Besides the aforementioned recommendations, it is
recommended that the project sponsor consider using
the New York Guide as a start for its planning effort.
The guide is easy to understand, contains planning
examples, and provides a methodical, yet flexible way
to develop both workforce and succession plans.
Further, it implicitly integrates Total Quality
Management principles (e.g., key stakeholder input;
monitoring, assessment, and improvement; etc.).

Also, the team members unanimously believe that
management and supervision must be made more
attractive. In this regard, the team members, based on
their personal experiences, consider the following
strategies key components in any succession plan:

.

.

.

Executive/leadership training
Rotational assignments
Men toring (of supervisors / managers)

Recognition
Special programs.

Executive and/or leadership training should not be confIned to top-level managers/supervisors. The training
provides participants with key tools and techniques to become more self-disciplined, to motivate employees,
and form high-performing teams (i.e., the training serves as a retention-staff development strategy).

Rotational programs provide participants not just with an opportunity to perform different tasks (i.e., change
the routine) and learn new skills, but also strengthen the management team (i.e., it acts as a retention-staff
development-knowledge transfer strategy).

The team fdt strongly about mentoring being a key component In fact, at least one team member fdt that
mentoring of newly appointed supervisors/managers should not just be recommended, but it should be
codified. Typically a rank-and-file employee is promoted to a supervisory/management position based on
his/her technical expertise and management potential. The mandatory two weeks of supervisory training for
newly appointed state supervisors/managers, while very helpful, are msufficient to ensure their success. The
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incumbent ends up in the "school of hard knocks." A mentoring program, while not supplement for the
"school of hard knocks," would enable an accelerated learning curve for the "mentoree" (i.e., it is an effective
staff development strategy).

Recognition programs not only acknowledge positive work behavior, but also encourage it (i.e., it acts as a
retention-staff development strategy). For them to be effective they do not even have to be based on money
or be done with lots of fanfare and publicity-they just have to be timely and sincere. A "WELL DONE!"
many times will do or a "I know you always work extra hard to get things done with limited resources. Go
home early tomorrow so you can spend more time with the family" is even better.

Special programs are essential but not necessarily
for current or soon-to-be managers (i.e., the
immediate workforce). They are critical for the
State's future managers. Rumors about pay parity
in state service, as someone would put it,
continue to be greatly exaggerated. The disparity
may not be a determining employment factor
now, but it will be with the projected smaller pool
of candidates. If the State is to have the best and
brightest to effectively serve its people and
continue to be a world leader, it will have to add
value to its checks. A long-term relationship
between the State and its diverse communities, its schools, and professional organizations is not just a good
way to strengthen the communities, but it also adds value to the paycheck. The relationship is built through
mentoring programs at K-12 schools, "Engineering Institutes," speaking engagements, sponsorships, student
programs, and community outreach and education events. The relationship is fragile. Therefore, it must be
sustained (i.e., has to be on-going) by all state agencies regardless of whether their main pool of candidates is
college students or people with 20 years of experience under their belt. It is the key strategy.
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APPENDIX A

PROJECT CHARTER

Project Title: Strategies for Succession Planning for Manager Classifications in California State
Government

Project Sponsor: Richard Reed, Assistant Executive Director, The Commission on Peace Officer Standards
and Training

Project Team: Jose Angd, Karen Dickerson, Kathleen Dickinson, Ron Dorta, Ida Russell, and Kathy
Ruiz

Project Tirneline: May -December 2, 2002

BACKGROUND

Faced with an aging workforce and an emphasis on reducing managerial positions, State agencies will be hard
pressed in the near future to fill their manager vacancies with qualified applicants. Many Departments are
only beginning to recognize the problem and initiate plans and activities to address their future needs. The
CLI Project proposes to identify the causes that have led to a reduced candidate pool and suggest remedies
that State agencies can adopt to address the problem and plan for the future.

~THODOLOGY

The project team plans to collect data on the State workforce demographics and interview Human Resource
Directors at various State Departments to identify the root causes of the problem. Team members will
research efforts and strategies undertaken by both California and other State government agencies to identify
the "best of breed" approaches for addressing the problem.

OBJECTIVES

The goals of the project are (1) to confirm the root causes of the lack of a trained and skilled labor force to
meet the needs for managers in State government, and (2) to identify approaches Department's can utilize to
overcome these problems and ensure they have staff that are prepared and qualified to assume leadership
roles.

DELIVERABLES

The project has two deliverables: (1) An Issue Paper (or report) that presents the factors contributing to the
problem statement, including a summary finventory of strategies utilized by other government entities to
address the problem of succession planning; and (2) a presentation of the project findings to CLI Class # 6.



ASSUMPllONS

Sponsor provides guidance to the project team to achieve the project objectives in the planned time frames.
Project team members share the research and analysis assignments and abide by agreed upon milestone dates.

RO~ AND RESPONSIBILITIES

The Project Sponsor is the Assistant Executive Director of the Administrative Division of the Commission
on Peace Officers Standards and Training. The Project Sponsor must have a clear view of the objectives of
the project, particularly the deliverables to be produced by the project team. The Project Sponsor is the
ultimate arbiter on scope issues, if the project team cannot resolve these issues: The Project Sponsor expects
the project to be delivered on time. The Project Sponsor may facilitate access to other stakeholders deemed
critical to the success of the project and may provide resources to assist with the collection of information for
the project. .

Tl1e Project Lead is Ida Russell, Program Manager for the Department of General Services. The Project Lead
is responsible for monitoring the project's progress against milestones, coordinating tasks among project team
members and seeks to resolve any issues. The Project lead is responsible for reporting any schedule or scope
issues to the Project Sponsor as needed.

The Project Team members represent the State Water Resources Control Board, Department of Insurance,
Department of Corrections, Franchise Tax Board and Employment Devdopment Department. The Project
Team is responsible for gathering information to fulfill the objectives of the project. This includes, but may
not be limited to researching problem causes and alternative solutions, drafting report sections, reviewing
other team members products and presenting the final product to the Project Sponsor, CLI staff and
participants and their own Department management teams.

BENEFITS

The team members implement management techniques and leadership strategies learned in the CLI to
accomplish the project. California State agencies have a prepared, qualified and competent workforce to
meet their needs for managers and leaders.
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APPENDIX B

STATE POPULATION AND STATE EMPLOYEES DATA

Table 2: California Population and Percent Distribution by Age (OaF, 2002)
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APPENDIX C

NEW YORK WORKFORCE AND SUCCESSION PLANNING GUIDE
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